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ABSTRACT (100-200 WORDS):
Employment reduces the risk of recidivism for sex offenders by providing pro-social
opportunities, structured schedules, and steady income. However, legislation and stigmatization
often prevent sex offenders form obtaining and/or maintaining employment. This is detrimental
not only to the reintegration of the sex offender into society, but also to the community itself.
The skills, knowledge, and abilities of the sex offender are lost to the stigma of the label while
the lack of employment increases the risks associated with recidivism. There are a variety of
resources available to sex offenders that may increase the likelihood of obtaining or maintaining
employment, such as career workshops and skills training. Employers and community
supervisors can play an integral role in presenting suitable employment opportunities by taking
individual circumstances of the conviction into consideration. The term "sex offender" allows for
no differentiation between severity of crimes and the legal restrictions that pose as barriers to
successful reintegration should be reconsidered and assessed on a case by case basis.
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Sex Offender Reintegration:
Exploring and Managing the Barriers to Employment
INTRODUCTION
A Personal Statement from the Author
This document is intended to provide useful information regarding the unique challenges
sex offenders face in the workplace. It may be utilized as a resource for the sex offender and his
or her vocational community (e.g. boss, coworker, community supervisor, educator, or
vocational specialist). The author is a job coach at a vocational rehabilitation facility where
clients are assisted through the phases of obtaining and maintaining ajob. The author's intent is
to combine scholarly research and relevant experience in vocational rehabilitation services to
convey the importance of employment for all members of society.
THE NECESSITY OF EMPLOYMENT
As an integral part of the hierarchy of human needs constructed by psychologist
Abraham Maslow, employment helps meet many needs such as food, water, security, se1f-
esteem, confidence, achievement, and problem solving. Research has signified the importance of
stable employment as a factor to reduce recidivism in many criminal behaviors, including sexual
offense (Bumby, Talbot, & Carter 2007; Kruttschnitt, Uggen, & Shelton 2000; Seleznow 2002).
The importance of employment in reducing sex offense recidivism is demonstrated by research
conducted by Hanson and Harris (1998), as well as Kruttschnitt, Uggen, and Shelton (2000),
which found that recidivists were frequently unemployed when compared to non-recidivists.
Multiple studies list employment instability as an example of a dynamic risk factor relevant to
post-release treatment of sex offenders as it directly affects reintegration with society (Albright
& Denq 1996; Hanson & Harris 1998; Hanson and Morton-Bourgon 2004). Employment
supports basic needs important to creating a stabilized environment that reduces the likelihood of
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re-offense, such as improving self-esteem, meeting financial obligations, and providing a
structured schedule with pro-social activities (Bumby et. al. 2007; Selznow 2002).
BARRIERS TO EMPLOYMENT
Label and Stigma
Any label used to describe a person has the potential to carry a stigma that may establish
a negative reputation of the labeled person. Goffman (1963) expresses that the label exposes any
perceptible differences between a person with the label and so-called "normals." The stigma, a
negative mark of disgrace associated with the label, leads to the discrimination and stereotyping
of the labeled individual. The potency of the stigma is directly related to the attitudes of the
community judging the labeled person. For example, in a Latino community, someone labeled as
"Spanish-speaking" will be widely accepted. Yet when the same individual is viewed by a
community that speaks only English, this person may be thought of as foreign, dumb, or lazy
because they do not speak the same language as the community.
As explained by Gilligan (2008) "there is no such thing as a 'typical' sex offender" yet
myths attached to the stigma of the label are the cause of great disdain within society. One such
myth is that sex offenders will always keep offending: according to a study published by the
Bureau of Justice Statistics that tracked 9,700 sex offenders from 2001 to 2004, authors Durose,
Langan, and Schrnmitt (2003) determined only 5.3% of people imprisoned for sex crimes were
rearrested for a subsequent sex crime. A meta-analysis by the office of Canada's Solicitor
General, Karl Hanson, tracked 31,000 sex offenders for five years and found that the recidivism
for any crime (sex-related or not) was 13.7% (Hanson & Harris 1998). When compared to the
69% of all other criminals who return to prison within five years, it is clear that once-caught sex
offenders have a low recidivism rate (Durose et. al. 2003).
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Regardless of society' s opinion of sex offenders, CSOM approximates 10,000 to 20,000
are released from prison yearly (Gilligan 2008; Gilligan & Talbot 2000). They often return on
probation and under specialized supervision to again become a member of the community with
the same basic needs as any other member of the community. Gilligan (2008) describes that the
instability caused by being ostracized through negative public feelings, housing restrictions, and
difficulties finding a job "can put them at greater risk to reoffend; therefore, working with
offenders to deal with these challenges is crucial to their ability to live crime-free lives."
In the workforce, stigma may be the root of various barriers to employment. If a person
is known to have a disability, coworkers may assume that this person is cognitively impaired and
talk down to an otherwise intelligent individual. If a person who is known to have been
convicted of theft shares an office with a coworker, that coworker may lock his or her drawer
every time he or she leaves the desk, even if the theft was committed years ago and that person
has never stolen since. If a person is known to be a sex offender, a female coworker may take a
harmless joke as a perverted threat, though the particular offense committed was not in relation
to a woman. That is not to say that a person with a disability, a person convicted of theft, or a
person convicted of a sex offense are stigmatized in the same way. A major differentiation is
how the label is acquired, for instance, a disability is not brought on by a person's deviant
actions the way a criminal conviction is. Therefore, people with a criminal conviction may be
considered more at fault for the label they endure and are granted less empathy when stigmatized
than a person with a disability.
The label of sex offender carries a stigma that frequently overshadows the skills,
knowledge, and abilities a person possesses. Consequently, the attributes the person possesses
are lost to society: "Bill the electrician" becomes "Bill the sex offender," so to speak. CSOM
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publication authors Bumby, Carter, and Talbot (2007) explain that barriers such as "negative
public sentiment, sex offense-specific legislation ... [and] housing and employment challenges"
may harmfully affect an offender's reentry to society. Unsuccessful reintegration may evoke
feelings of stress, fear, and hopelessness for the sex offender, leading to heightened risk of re-
offense (Burchfield &Mingus 2008; Hanson & Harris 1998; Hanson & Morton-Bourgon 2004).
Both society and the offender may be responsible for the negative consequences of this
label. The constraints which society places on a labeled sex offender deny the offender essential
life opportunities which, according to the labeling theory, cause the deviant to be more likely to
repeat offense because it is easier for the deviant to act in accordance with the label (Mingus &
Burchfield n.d.). Modified labeling theory deems that the internal constraints placed on the
deviant by his or her self may cause the offender to limit his or her own opportunities (Mingus &
Burchfield n.d.). For fear of being scorned or ridiculed for their label, sex offenders may avoid
social interaction which consequently limits their connections to appropriate housing and
employment resources. Maladaptive behaviors such as living in secrecy for fear of being found
out and thus stigmatized or withdrawal from social activities to avoid contempt may precipitate
offending behaviors (Mingus & Burchfield n.d.). Legal and stigma-related barriers may make it
extremely difficult for a sex offender to find suitable housing or maintain employment, exposing
the ex-offender to an instable lifestyle likely to lead back to re-offense.
Employer Attitude
Albright and Denq (1996) examine data derived from questionnaires to determine
employer attitudes toward hiring ex-offenders and how the attitudes may be affected by various
factors, such as level of education and type of offense. Of the total respondents, 76% to 88% of
employers were unwilling to hire an ex-offender convicted of murder, robbery, arson, sexual
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offense against a child, injury to a child, or sexual assault, with the strongest factors being sexual
assault and sexual offense against a child (Albright & Denq 1996). The stigmatizing of sex
offenders is apparent here: in this particular circumstance, the conviction was the only thing
disclosed to the employer about the potential hire. Thus, sex offenders receive significant
discrimination from employers which makes it difficult for them to get a job.
However, in regards to legal liability, employers must consider the ramifications of
negligent hiring and negligent retention. Negligent hiring/retention refers to the
hiring/continuance of an employee who the employer knows is unfit for the workplace. While
the place of employment has a general duty not to expose employees to risk, Workforce
Management (2007) stresses that the employer should only consider the employee's criminal
background when hiring or retaining the individual puts other members of the workplace at risk.
Coworkers
Coworkers may feel uncomfortable if they find out that they are working with a sex
offender. Claims such as "He gives me the creeps" or "How can you work with someone like
that?" often arise after it becomes known that a fellow employee is a sex offender. Such
statements are often founded on the label as opposed to the actions of the sex offender in the
workplace, demonstrating the effect of stigma on coworkers. The stigmatizing attitudes such as
menacing emails, scorn, or ridicule, may be the cause of harassment in the workplace. Such
harassment may make an employee feel ostracized in his or her place of employment. However,
Mingus and Burchfield (n.d.) make it clear that "being isolated and stigmatized ... creates the
potential for exacerbating the very issues that may have led one to sexually offend in the first
place."
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There are laws to protect coworkers if an employee who is a sex offender did indeed
commit an act against another employee to cause injury. The harmed employee may file a claim
against the employer for negligent hiring or negligent retention if the employer knew about the
sex offender's potential liability (Workforce Management, 2007). However, ifthere are no
grounds for an accusation of personal harm, the stigmatization of the sex offender is at fault for
malicious attitudes from coworkers. The stigma may lead coworkers to assume that they are
unsafe or that the sex offender is a creep which could evoke reactions that are detrimental to
integration in the workplace.
Type a/Job
Because of the nature of the offense, as well as restrictions mandated by law, not all types
of employment are suitable for sex offenders (Giligan 2008; Seleznow 2002). The Illinois State
Police describe restriction laws on the webpage for Illinois Sex Offender Information (2011):
It is unlawful for a child sex offender to be present in any school building or property, or loiter within
500 feet of school property without the permission of the superintendent or school board ... [and] it is
unlawful for a sexual predator or a child sex offender to knowingly be present in any public park
building or on the real property comprising any public park.
Employing a sex offender in a workplace that would allow access to potential victims is an ill-
considered job placement and a liability. Regardless of education, training, previous experience,
or aptitude, certain jobs are inappropriate and illegal, such as placing a child sex offender at any
position in a school, child care facility, park, or youth activity facility.
Licensing restrictions pose another legal barrier to employment as they may prevent a sex
offender from practicing his or her given profession regardless of his or her work history
(Gilligan 2008). Jobs that may be limited by licensing restrictions include a physician, nurse,
dentist, aide, nursing home employee, security guard, or social worker. Such restrictions may
force sex offenders who previously worked in a professional setting to abandon their education,
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training, and experience for a less-fulfilling position for which they are overqualified. This
results in isolation of the sex offender from previous colleagues as well as deprives the
community of a capable and qualified professional. Or perhaps such restrictions terminate a
younger sex offender's potential to become an expert in fields such as health care and human
services as they may see no point in pursuing such careers.
Jobs with low levels of supervision may also be inappropriate for some sex offenders.
Sufficient job supervision may require more time and effort from the employer to closely
monitor the employee's behavior and activities, which the employer may not be able to provide.
That is not to say that the moment a sex offender is left unattended he or she will re-offend:
stigma may be at work behind this notion. A slight 5.3% of sex offenders will be arrested for
another sex offense (Durose et. al. 2003), yet the community at large tends to believe the only
way to protect its own is to keep sex offenders under constant scrutiny through tough restrictions
resulting in minimal employment options.
Location
Restrictions placed on sex offenders similarly affect location of residence and location of
the job site. While an employee may not have direct contact with children at work, the location
of the worksite may become a barrier to employment if it does not comply with zoning and
residency restrictions. Another obstruction to employment based on location is the possibility of
the travel route bringing the sex offender near to a high-risk area, such as a school. All sex
offenders are barred by law from particular areas, specifically where children are known to
congregate, yet not all sex offenders committed a crime against a child; Restrictions blanket all
people under the label of sex offender, much in the way stigma supersedes the legal "sex
offender" designation. There is no differentiation between one type of sex offender and another
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and society has accepted that certain areas are off-limits to anyone bearing the label, regardless
of the crime committed.
Access to technology
Some sexual offenses are carried out via the internet. The law in Illinois states "a person
who commits a sex offense ... must refrain from accessing or using a social networking website
while on probation, parole or mandatory supervised release" (Illinois Sex Offender Information
2011). Many workplaces require employees to use the internet daily which may provide a sex
offender unrestricted access to sites such as Facebook or MySpace, as well as access to child
pornography or adolescent chat rooms. However, workplaces can monitor their employee's
internet usage through inexpensive software as well as block websites at no cost and with little
. .mconvemence.
Access to the internet is also a key part of job-searching in today's society. There are
many company websites with links to employment opportunities, job descriptions, and contact
information, as well as websites exclusively devoted to finding jobs, such as Indeed.com,
Monster.com, or Snagajob.com. Depending on internet usage restrictions, a sex offender may not
have access to information regarding job openings, descriptions, or requirements. In fact, some
companies, such as Best Buy or Blockbuster, only accept online applications. Though internet
usage is not necessarily required in getting a job, the lack thereof can be yet another restriction to
the employment world.
JOB DEVELOPMENT FOR SEX OFFENDERS
The Role of a Community Supervisor
As ordered by a judge, a sex offender may be placed on probation for a specific period of
time, instead of or in addition to serving time injail. It allows the convicted person to live in the
Employment for Sex Offenders 12
community, often under the supervision of a probation officer. A specialized treatment plan may
also be required as part of re-entry into the community. Community supervision (i.e. assignment
of a probation officer) is a facet of probation that utilizes individualized supervision and
treatment methods to, as Seleznow (2002) depicts it, "to assist sex offenders to develop offense-
free lifestyles." Some aspects of community supervision are restrictive, such as limited time
allowed out of the house, and may obstruct the process of gaining/maintaining employment.
However, a community supervisor who is conscientious of a sex offender's employment needs
may prove to be a valuable aide in the employment process.
General Responsibilities of a Community Supervisor
• Ensuring that the offender is actively engaged in and consistently attending an approved community-
based treatment program.
• Verifying the suitability of the offender's residence and place of employment.
• Monitoring the offender's activities by conducting frequent, unannounced field visits at the offender's
home and place of employment.
• Helping the offender to develop a community support system-including friends, family members,
and employers who are aware of the offender's criminal history, are supportive of the community
supervision plan, and can recognize the sex offender's risk factors.
(Gilligan and Talbot 2000).
Different agencies and programs give different titles to a person who assists in the
employment process depending on the type of agency and the services being provided to the
client. Examples of common titles are vocational staff, vocational specialist, job coach, or case
manager. A community supervisor may be the person who assists the sex offender in obtaining
or maintaining employment: Seleznow (2002) states that "managing the job-related activities
is ... a critically important component of ... supervision." For this reason, the title "community
supervisor" will be used throughout this job development guide but is interchangeable with the
term that is most applicable to the individual case.
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Becoming a Marketable Employee
One's level of education is noted as one of the factors that may increase an employer's
willingness to hire an ex-offender. The percentage willing to hire an ex-offender increased 18%
when the offender knew a vocational trade, 20% when the offender had a college degree, and
26% when the offender had completed two training programs (Albright & Denq 1996).
Employers recognize that earning a college degree requires attributes such as dedication,
effective time management, and an aptitude for learning -in general, civilians age 25 and over
have the lowest unemployment rate when they have obtained a bachelor's degree or higher
(Bureau of Labor Statistics 2011, table A-4).
Interestingly, on-the-job training (OJT) raised willingness to hire by only 10% (Albright
& Denq 1996). While prison OJT programs focus mainly on unskilled or semiskilled jobs, a sex
offender can learn specialized skills that employers seek through job training offered by various
community resources, some of which are listed under Using Community Resources. The Chicago
Job Council's webpage concerning skills training states "an increasing number of entry-level
jobs in local growth industries require technical skills and training that is not widely available
through the traditional education system" (2011). A combination of specialized skills and
education will further enhance a sex offender's marketability.
Research has shown that the higher the level of education, the lower the rate of
recidivism for ex-offenders (Albright & Denq 1996). When re-entering the job market, a sex
offender should consider furthering his or her education as an active way to improve his or her
marketability to employers. However, there are barriers for sex offenders trying to pursue higher
education, such as location of the school, composition of the student body, and interference of
time constraints (probation or treatment related) with class time. Stigma may also interfere with
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completion of higher education as there may be outrage from the student body (or from the
parents of the student body) if they find out that they are classmates with a sex offender. Fear
that the sex offender will prey on his or her fellow students could cause outcry, leading to the
dismissal of the sex offender from the school. The sex offender may choose to leave because of
fear of harassment or the school board may officially dismiss the student, even if the student has
committed no act while in attendance.
While not all sex offenders have the option to, some may take online classes to obtain a
degree. Taking courses online would allow for completion without the stigmatizing of the
individual, which would eradicate the fear for personal wellbeing on behalf of the sex offender
and of the student body. Other options are available through community resources: in Chicago,
Safer Foundation and Chicago Jobs Council offer opportunities to further education, and the
Prison Action Committee/Community Re-Entry Program (CRP) offers OED assistance. While
there may be obstacles to accessing higher education, it is in a sex offender's best interest to
undertake the endeavor.
Using Community Resources
Community resources can be a great asset to sex offenders re-entering the community.
Employment services, re-entry programs, tax-credit and bonding incentives, and training centers
are examples of resources that aid in the process of gaining or maintaining employment. While
many centers offer similar programs promoting employment, utilizing multiple resources can
maximize benefits. Certain centers offer support groups and counseling where as others focus on
job development and training: some resources may provide referrals to appropriate services even
if they do not offer them, so it is important to explore the different options for the best fit.
Community resources can be of use to anyone involved the employment process, including
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employers, supervision officers, individuals with criminal histories, or researchers and policy
makers wishing to determine the effectiveness of current programs (H.I.R.E. 2010). A short
description of some of the resources for members of Chicago-area communities and their goals,
services, and contact information can be found in the appendix.
Identifying Suitable Job Placement
Finding appropriate employment begins with an assessment of the sex offender's
knowledge, skills, and abilities, as well as determining the nature of the offense in order to
ascertain appropriate job matches. Employers are an asset in determining the appropriateness of
the job. The employer will know exactly who the potential employee will be coming into contact
with and if there are any high-risk areas within the vicinity of the workplace. They may be
familiar with the various routes to the workplace and any restrictions that travel may violate.
Collaborating with the employer on the suitability of job can assist in practical job placement.
It is possible that a supervision officer or treatment provider may limit suitable work
unnecessarily if they do not consider the specific risk factors of the offender (Seleznow 2002).
For example, some sex offenders are suitable for employment in a co-ed adult workplace while it
would be unwise to put other sex offenders in a setting where adult women could be potential
victims. It is important that suitability of the job is determined with thorough consideration of the
facts of the offense so that job placement balances obligatory restraints against unnecessary
limitations.
Considering the Suitability of the Workplace
• Does the job itself, physical location, or travel route give the offender access to potential victims?
• With whom does the offender work? (e.g., minors, women, other sex offenders)
• Are the offender's behaviors and activities sufficiently monitored by the supervisor? Is the necessary
supervision something the employer can provide?
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• Is the employer willing to communicate information about the offender's work-related behavior with
the supervising agency?
• Does the job allow the offender to have unsupervised/unrestricted access to technology that offers
opportunity for inappropriate behavior? (e.g., internet access to child pornography, social networking
websites, teen chat rooms)
• Does the job allow the offender to have access to risk factors? (e.g., alcohol, drugs, pornography)
(Seleznow 2002).
Building Partnerships with Employers
Employer attitudes must be moderated during the integration of the sex offender with the
workplace in order to develop stable employment (Albright and Denq 1996; Bumby et. al. 2007;
Seleznow 2002). Building a solid relationship with an employer is necessary in stabilizing
employment. An employer needs to feel that he or she can trust his or her employees to do their
assigned work in an efficient and ethical way and both the sex offender and the community
supervisor can build that trust through effective communication.
When meeting with an employer, it is important that the sex offender and/or community
supervisor convey friendliness, confidence, and professionalism through verbal and nonverbal
communication. Nonverbal language accounts for 85% of communication, therefore it is crucial
that body language be appropriate and attentive. Examples of body language that establish ideal
communication are having friendly facial expressions, sitting an arm's-length away, wearing
professional attire, exercising good posture, maintaining appropriate eye contact, using a sociable
tone of voice, and using privacy when possible. Communication "pitfalls" include poor hygiene,
inappropriate attire, and a posture that is too relaxed or too rigid (Adams & Jones 2011: 16). One
way to practice ideal communication skills is to hold a mock interview between the sex offender
and the community supervisor.
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There are many ways to initiate a relationship with an employer: cold calls to see if an
employer would be willing to hire an ex-offender, meetings in or out of the workplace to explain
supports and incentives, and informational interviews to learn about the suitability of a position.
When approaching an employer, the sex offender or community supervisor must be honest and
well-prepared. Have a list of questions in mind regarding terms of employment and workplace
policies in order to obtain useful information. Also, provide tax credit, federal bonding, and
placement program information for employers to consider: being well-informed about these
incentives will allow for effective explanation of the benefits.
Tips for Building a Relationship with an Employer
Sex Offender
• Ask to speak directly with the hiring manager when submitting an application
• Prepare a written statement to attach to applications that ask about criminal records
• Explain charges briefly but with honesty, avoid focusing on unnecessary details
• Describe what personal changes have been made since the conviction
• Convey trustworthiness by staying relaxed and making eye contact




• Explain the goals of community supervision and the role of community supervisor
• Provide support, assistance, and information regarding supervision and treatment
requirements
• Advertise the skills and abilities of the sex offender
• Promote community safety by conveying the importance of stable employment in reducing
recidivism
• Explain employer incentives (e.g., federal bonding, tax credits)
• Get to know the employer and the worksite
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• Agree to help the employee succeed on the job
• Maintain open lines of communication
(Seleznow 2002).
Getting the Job
Once the individual restrictions to employment are addressed, the job search begins. Job
search activities consist of finding job leads (openings in suitable employment), contacting
potential employers, and submitting applications. When appropriate, using previous employer
contacts will allow the sex offender to return to work with applicable accommodations, such as a
flexible schedule that is conducive to treatment or downloading software that monitors internet
usage. In some cases returning to job held before the offense is inappropriate and a new line of
work must be determined. Completing a vocational interest survey is one way to ascertain a
compatible career. There are various types of surveys available both online and through
community resources; some are more specific than others. It is important to realize that not all
jobs of interest will be appropriate or available and the sex offender must determine what type of
work they will settle for: it may be useful if the sex offender determines what type of work he or
she is not willing to do in order to narrow down what he or she could do if there is not a position
in the preferred line of work. For example, a man may know that they would like to work in a
clerical position and that he would not like to work in fast food. However, if there is a position in
maintenance available, he may be willing to apply for the position even though it is not his top
choice for work. Providing job leads that are not of interest to the client is a waste of time for the
community supervisor, so it is important to be aware of the sex offender's vocational interests.
Often times, employers receive many applications for only a few positions. The
application should be neatly written or typed and should have a cover letter and resume attached.
Presenting an employer with a well-crafted resume and cover letter shows that the applicant is
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serious about obtaining employment. There are many resources to help create a noteworthy
resume, including templates, computer software, and online builders. The community supervisor
should assist in the creation of an outstanding resume, especially if computer access is restricted
to the sex offender. While a cover letter is not always necessary, it is a useful chance for the sex
offender to explain why he or she is interested in working for the business and why he or she
would be a good fit. A personal statement may also be of benefit for a sex offender as it allows
for a brief explanation of the conviction and, more importantly, positive changes that have been
made since that make the applicant a stable and trustworthy employee (Re-Entry Illinois 2011).
Employer attitude is greatly affected by how closely related the offense was to the job.
The number of employers who would "agree" or "strongly agree" to hire an ex-offender
increased from 12% to 47% if the crime committed was unrelated to the job (Albright & Denq
1996). Being honest about the offense during the hiring process is crucial in building a trusting
relationship as well as diminishing the stigma of the label. The label sex offender tells no details
of what the offense was and because of the stigma associated with the label, employers are likely
to cast off applicants labeled as such. In some cases, explaining the conviction may be an
opportunity for the sex offender to prove that what he or she was convicted for has nothing to do
with the job for which he or she is applying.
Following up is another important step in applying for ajob. After an application has
been submitted and, if possible, a hiring manager has been talked to, the sex offender should call
back to check the status of the application. Unless the employer has given a set date for
notification, wait only a few days to follow up. It is appropriate to ask if the application has been
received and reviewed, if they are still hiring, and how long the application will be on file. It is
also important for the community supervisor to follow up with any employer contacts that have
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been established. The sex offender or community advisor can demonstrate his or her sincerity by
following up with the employer. It also puts the name of the applicant into the employer's head
in a stand-out way.
Ways to Follow Up
• A phone call
"Hi, how are you? This is (name), I applied on (date) for the (position). I was wondering if you
had a chance to review my application?"
***Modification for an interview or meeting follow up***
"Hello, this is (name). I wanted to say thank you for meeting with me on (date)."
• A card or email thanking the employer for his or her time that includes contact information
• Include" I look forward to hearing from you" when contacting a potential employer
Terms of Employment
In order to coordinate community treatment and employment, it is important for both the
sex offender and the community supervisor to be aware of the duties and expectations of the
position. Ongoing contact with the employer allows the community supervisor to verify that the
sex offender is meeting certain requirements, such as work attendance and appropriate behaviors
at work, and that he or she is adjusting well to the workplace (Seleznow 2002). The community
supervisor may wish to regularly schedule check-ins with the employer and the sex offender to
determine progress at work as well as any issues that arise. Frequency and intensity of these
check-ins should be based on supervision needs, progress in treatment, and employment
environment (Seleznow 2002). This ongoing contact is also a way to solidify the relationship
with the employer, which may be useful in placing future ex-offenders, while providing the
necessary supervision.
Other factors to take into consideration are wages and benefits, number of hours, and
length of work day/week. It is important for sex offenders to be placed in positions where they
can earn reasonable wages that support at least basic living needs. Other expenses that sex
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offenders may incur include court-ordered restitution to victims, child support, medical fees
related to the crime, treatment, supervision, and polygraph examination costs (Seleznow 2002).
The sex offender must be able to meet financial needs in order for employment to be considered
stable in a way that diminishes risk of re-offense.
The number of hours and length of work day/week not only affect income, but also affect
the level of stress, that can lead to recidivism. Excessive hours may inhibit progress in treatment
so it is necessary that arrangements are made between the employer and sex offender so that
neither the work nor the treatment interferes with the other. Simple accommodations can be
negotiated between the sex offender and the employer to create an appropriate schedule,
sometimes with the aid of the community supervisor. It should not be assumed that every sex
offender will need accommodations. Accommodations must be made on an individual basis and
may be changed throughout employment, if they are necessary at all.
Implications
While sex offenders face many barriers to employment, the pursuit of education, job
training, career development assistance, and counseling services may prove to be highly
beneficial to obtaining a job. The assistance of a community supervisor may enhance the
employment process for the sex offender and the employer; this supervisor can demonstrate the
incentives of hiring a sex offender and help to increase the chances of the sex offender being
hired. It is important to maintain positive employer relationships throughout the employment
process so that both the sex offender and the employer can have a satisfactory experience.
Educating the workplace on the benefits of employing a sex offender may cause employees to
consider a new point of view when assessing a coworker who is a sex offender. Benefits for the
workplace itself include tax credits and bonding, as well as gaining a skilled staff member. The
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sex offender benefits from stabilized employment and simultaneously the community benefits as
recidivism for sex offending is reduced.
It is clear that stable employment is indispensable in reducing recidivism, yet
assumptions made based on the label of sex offender block ex-offenders from a crucial part of
reintegration. While the community understandably looks to protect its members from becoming
victims of a sex offender, this same community creates countless barriers to employment through
restrictive laws and stigmatization. The label stigmatizes sex offenders and causes society to
view them all as predators that must be constantly monitored and restricted in their movements.
It is prudent that when restrictions are put in place that unintended and harmful
consequences for the community itself are taken into consideration. Painting all sex offenders
with the same broad brush prevents them from effectively reintegrating into the community,
which increases the likelihood of re-offense (Bumby et. al. 2007; Kruttschnitt et. al. 2000;
Hanson & Harris 1998; Hanson & Morton-Bourgon 2004), therefore defeating the purpose of
such restrictions. It also takes away competent workers from the community as the skills,
knowledge, and abilities of the sex offender are obscured by the label they bear. Society tends to
draw on the stigma of sex offenders that deems that such precaution is necessary when
promoting stricter legislation for the monitoring of sex offenders. That is not to say that there
should be no restrictions. However, perhaps blanket restrictions should be reconsidered.
A hypothetical example is a 17-year-old male convicted of statutory rape for engaging in
a consensual sexual encounter. Should he be restricted from attending his high school
graduation? Should he be forever banned from seeing his younger brother play football in the
local park? Should he abandon his dreams of becoming a pediatrician because he will never be
allowed to practice? These questions may seem irrational which leads one to question how
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reasonable are the restrictions that lead to such circumstances. Perhaps when enforcing
restrictions upon sex offenders, there needs to be more individualized implementation. There
certainly are people who should not be allowed to come near to a place where children
congregate, however, through the discretion of court and community supervision, acceptable
conditions can be arranged on a case by case basis.
Some states have adopted modified legislation that adheres to the Adam Walsh Child
Protection and Safety Act of 2006. The Adam Walsh Act supports a tiered system of designation
for sex offenders based on specificities of the conviction. Tier I is the designation for the "least
serious" of convictions and may not necessarily require sex offender registration depending on
circumstance. For example, consensual sexual conduct may not require registration, which would
mitigate many of issues stigma causes for situations similar to the hypothetical one discussed
earlier (Fayette County Sheriffs Office 2008). The Adam Walsh Act includes registrations
provisions such as Tier I sex offenders must register annually for 10 years, Tier II sex offenders
must register every 6 months for 25 years, and Tier III sex offenders must register every three
months for life (McPherson 2007). Each tier is determined by the state's statutory scheme and
each state is not required to mirror the jurisdictions of the Sex Offender Registration and
Notification Act (SORNA). Under SORNA sanction, lower tier sex offenders can eventually be
removed from the registry: in effect, providing a more just punishment for the crime. Legislators
should deeply consider adopting provisions from the Adam Walsh Act in order to label sex
offenders more accordingly, decreasing stigmatization for many offenders who crimes were not
as severe as others.
Not only do legal restrictions pose barriers to reintegration, but also mindset barriers
supported by stigma. Many employers shy away from the idea of hiring sex offenders as they do
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not want to be held liable. Sex offenders can be capable, skilled, and hardworking people who
are constantly denied a job because of their label. Employers who are willing to consider what a
sex offender has to say about his or her conviction and the changes he or she has made since the
offense may find themselves hiring a loyal and reliable employee. Offering an ex-offender ajob
presents financial support to the sex offender, as well as structured social opportunities that build
self-esteem, positive relationships, and reduce recidivism (Albright & Denq 1996; Safer
Foundation 2010; Seleznow 2002).
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Appendix
Agencies, Programs, and Services in the Chicagoland Area
Chicago Jobs Council
On the Chicago Jobs Council website, the beliefs of the council state ''that Illinois must have
a vision and provide a continuum of workforce development services to ensure that everyone
has access to employment services, jobs and career advancement opportunities ... Those with
disabilities, criminal records, and dead-end jobs. Those without transportation, childcare, and
work credentials. Everyone has the right to work. That's why we work to shape policy and
service provision in such a way that individuals with barriers to employment can access the
services they need to find and retain jobs that pay family supporting wages." Publications,
meetings, news, service providers, and membership information can all be found on the
webpage, among other links to resources in the area.
Services:
-Workforce and Economic Development
-Safety NetlWork Supports












Harborquest, Inc. is the merger of STRIVE/Chicago and Suburban Job-Link Corp. Their
mission is "to use appropriate employment to provide opportunity for a better life for those
disenfranchised from the mainstream economy." Harborquest extensively trains members to
become competent workers in industrial manufacturing, hospitality, security, food service,
and direct marketing industries. Employers that utilize Harborquest services receive staff that
is skilled, experienced, reliable, and dedicated to working.
Services:
Work Preparation
80 hours of work preparation with a subsequent 20 hours of additional classroom
instruction following initial staffing.
Four Phase Member Services Program
-Discovery Time: Intake, assessment, work-readiness preparation
-Action Time: Temporary paid position through a private-sector customer
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-Transition Time: Employer referrals, self-placement support, 20/20 view trial
placements
-Prime Time: Post-placement support and counseling
20/20Veiw
An option to directly hire a client for a 90 day trial period in which suitability of fit may
be determined through on the job assessments. Clients are on Harborquest, Inc. payroll
during this time and employers are charged a modest fee for hours worked.
Contact:
Harborquest, Inc.
14E. Jackson, Suite 1210
Chicago, IL 60604
Phone: (312) 612-7600 Fax: (312) 612-7610
Web Page: http://www.harborquest.comlstrive chicago training.aspx
Illinois Department of Employment Security
Services:
Federal Bonding Program
The Federal Bonding Program provides fidelity bonding insurance coverage to
individuals with criminal histories and other high-risk job applicants who are qualified,
but fail to get jobs because regular commercial bonding is denied due to their
backgrounds. Applications for federal bonding can be obtained through any Illinois
Department of Employment Security (IDES) office or Illinois Employment Training
Center (lETC) (H.I.R.E. 2011).
Phone: (312) 793-1107 Fax: (312) 793-1871
Tax Credits
The Work Opportunity Tax Credit (WOTC) is a federal tax credit to reduce the federal
tax liability of private for profit employers to be used as an incentive for employers to
hire individuals from eight different targeted groups: TANF recipients, veterans, ex-
felons, high risk youth, summer youth, Food Stamp recipients, SSI recipients, and
vocational rehabilitation referrals. (See Pamphlet)
Contact:
Illinois Department of Employment Security
Statewide Re-Entry Employment Services Program
33 South State Street
Chicago, IL 60603
Phone: (312) 793-1597 Fax: (312) 793-1871
Web Site: www.ides.state.il.uslExOffenders/default.asp
Illinois Employment and Training Centers
Services:
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-Career counseling
-Interest and skills testing
-Interviewing skills assistance






Illinois Department of Employment Security
850 East Madison Street
Springfield, IL 62702
IDES Telephone Information System: 888-337-7234 IETC Office: 888-367-4382
Web Site: www.ides.state.il.us/
Prison Action Committee/Community Re-Entry Program (CRP)
The Prison Action Committee is organized and staffed by ex-offenders that is committed to
resolving reintegration issues through information gathering, community education, and
advocacy. The mission statement of the Community Re-Entry Program "is to assist returned
offenders make a successful transition back into family and community life. The "CRP" will
create training and job opportunities for returned offenders, based upon their knowledge and
skills." The PAC particularly focuses on inmate recruitment through visits, phone calls,
letters, and newsletters. Members of PAC work together to connect specific community




-GED and vocational training
-Low-income housing development
Contact:
Prison Action Committee/Community Re-Entry Program
661 East 79th Street
Chicago, IL 60619
Phone: (773) 874-7390 Fax: (773) 874-7392
Web Site: http://thefreedomtrain.tripod.com/CRPabout.html
Safer Foundation
The Safer Foundation's mission "is to reduce recidivism by supporting, through a full
spectrum of services, the efforts of people with criminal records to become employed, law-
abiding members of the community," as is stated on their webpage at saferfoundation.org.
Safer promotes successful reentry and reduced recidivism through employment by offering
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resources to ex-offenders and to employers. An independent study conducted by Safer at
Loyola University in Chicago demonstrates that when clients achieve employment for at least
30 days, they are 58% less likely to return to prison (Safer Foundation 2010).
Services:
-Peer-center teaching -Education
- Job training -Socialskills
- Job placement support -Specializedcasemanagement






Phone: (312) 575-3271 Fax: (312) 575-3274
Web Site: www.saferfoundation.org
